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This seminar summary focuses on the 
under representation of women in educational administration in New 
York. Its proposed plan of action is comprised of four parts: (1) 
awareness; (2) access? (3) advancement; anS (4) accountability. The 
first two sections outline the responsibilities of school districts, 
professional associations ^ higher education, and state policymakers 
for implementing awareness and recruitirent. The third section reviews 
strategies for advancement, such as mentoring, networking^ and 
professional development. TI:^ fourth part proposes regulations to 
ensure accountability at the school district, prof '^ssional, 
university, and state levels. An afterword lists planned activities 
to promote gender equity in educational administration and guidelines 
for identifying areas of concern within individual state 
administrative policies. (4 references) (LMI) 



* Reproductions supplied by EDRS are the best that can be made * 

* from the original document. « 



col 



A View from the Inside 
An Action Plan for 
Gender Equity 
in 

New York State 
Educational 
Administration 



CENTER (ERJO 

'^hio <Jccufnon1 has toeen repfoctuc^ M 
ftK:e*v©d ffoffl fh* person o* or(}sni;«!Yon 

c^^^mting tt 

D Mjnof chaniit^s f^ve t?e«n macto to HnsHiJv© 

• P0<n!5O*«iO«f O^0^^»«^O«8S!efO^t«tf»^SC0CU' 
OfRl position Of oo^to 



LU 

o 




Report of tha 
Women in 



New York State 
LEAD Center 



■PERMiSSION TO REPRODUCE THIS 
MATERIAL HAS BEEN GRANTED BY 



TO THE EDUCATIONAL RESOURCES 
INFOSMATION CENTER »ER1C).*" 



Lradimliip in Edhicatioiial Administration 
Deir^pmrat Cmto* at the 

Capital Area School Development Association 
School of Education 
The University at Albany 
State University of New York 



Copies of this Report are available ($10.00 per copy— including 
postage) from the CASDA-LEAD Center, Husted 211, University 
at Albany, School of Education, StP.ie University of New York, 
135 Western Avenue, Albany, New York 12222. 



3 



A View Fronr. the Inside; 
An Action Plan for Gender Equity 
in Nmm Tortc State 
Educational Admi^straiion 



sponsored by: 

LeadmUp in Edacational Administratioii 

at the Capital Area School Development 

Association 

SchcKil of Education 

The University at Albany 

State University of New York 

Albany, New York 12222 



Published April 1990 



Christine M. Angione 
Martha Debordti Brown 
Dianne Hcmeke 
J, Th&}dore Kepo, Editor 



ContrilHttiMrs: 

Hichard Bamberger 
Maxine B. Giacobbe 



Fiindii^ for this publication and the seminar was provided 
by the New York State Leadership in Educational 
Administration Development Center and by a New York State 
Education Department "Transferring Success*' Grant. 



A View From the Inside: 
Am Action Plan for GoAd^ Equity 
Enhancing Opportunities 

for Wmnm in 
educational Administration 



Contents 

Page 



Foreword iii 

Preface iv 

Ffoc^s vi 

Participants viii 

Introduction 1 

An Action Plan 3 

Awareness 5 

Access 9 

Advancement 13 

Accountability 17 

References 19 

Acknowledgements 20 

Afterword 21 

How to Proceed 23 



Foreword 



Like each of the previous Select Seminar publio^ons. A 
View Jtom the Inside, tMs View contains a cxinsensus 
statement of a group of oiuca^ors who gath^^ together for an 
intense process of sharing on a difficult educLitional issue. 
Wh^ makes this view different however, is that this group of 
educfiitional leaders has presented the educational community 
with a challenge and an action plan to meet this challenge. 

New York State has had a long history^ of being a leader in 
setting ^ucational standards. The action plan tli^ yon will 
re^ on the following pa^^ gives New York State the opportuni- 
ty to once a^in assume ttiis leadership role. The bias against 
women in ^tucs^onal administr^on h^ an ach^ense eS&± on 
all numbers of the ^iucational commimity, students and 
cators alike. In an eraof increasing emphasis on excellence and 
ac(x>untabUity, we cannot affo^tl to squander any of our re- 
sources, a process we eng^^ in when we €x>nsistent] v 'overlook 
a m£^r segment of the skilled educationsd adm. iStrators 
a\^able for advancement. Women and minorities offer skills, 
ideas, qualities and viewpoints th^ are nec^saxy for streng- 
thening the process of education in the challenging decade 
ahead. 

I uiige each of you not only to read this plan, but to incorpo- 
rate ^plicable ideas into 3^ur thinking, to share its t^ets with 
your colleagues, and to take the steps in your educational 
setting that are needed to make ^piality in opportunities and 
employment a reality in this century. 

Dr. Lionel Meno 

Deputy Commissioner 

New Yoris State Education Department 



Dr. Lionel "Skip" Meno was appointed Deputy Commissioner for Elementary and Secondary Education on August 15, 1 988. 
He manages the Department's pro^-ams and seivices for elementary and secondary schools and supovises six major office, 
including Gen«Bl and Occupational Cciucation; Planning, Testing and Technolc^ic^ Service Educational Finance and 
Managem«U^ Sei^c^: Education of Children with Handic^ping Conditions; Statewide SciKml Re^tration Programs; and 
rkm-PubUc Schools. 

Meno was Suj^rintendent of Schools in ^nracuse for nine years, where he was responsible for directing the State's 
fourth largest school system. Prior to becoming Superintendent, he served for thre« years as Deputy Supmnten<tent of 
Schools in Syr^mse. 

Dr. Menob^an bisprcrfesskmal car^in 1970 as ate^li^ and team leader in an occupational leaningc^ter, which was 
fuat of the Syracuse alternative fai^ school pro^'am. He later serv^ as a curriculum r^ource s|x;cialist in Siyracuse before 
being ^^inted owrdinatoi of Altemate Leamii^ Programs for die Rensselaer-Columbi&^reene Board of Coop^-Mive 
Educational Services. 

Dr. Meno earned his bachelor of arts ^egfr^ from Colgate University, a mast^ 3f science degr^ from Stale Univ^ity 
College St. Oswego, and a doctor of education degree from the University of Rochester, 

• « • 
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Preface 



AVi&v from the Inside: An Action Plan Gender Equity 
in Educational Admaiisti'ation in New York State wm 
written as a concluding activity to an intense three-dsy Select 
Seminar. Held at the Rensselaemlle Institute in the fall of 
1989, the Select f^eminor pro¥ided flelck-based practitioners an 
opportunity to share with theorists and to bridge the difference 
between the real and the ideal. The r^ultlng action plan incxtr- 
{Kirsetes the reflections of this diverse group of aspiring admin- 
istrators, successful administrators, policy maka*s, university 
research^^, and ^hic^onal as^K^^on repi^entativ^ 

The reiK>rt of the wodc of the Seminar is primarily intended 
for staff, administrators, anC school boards of elementary and 
seocndfflry schools; professional association; institutions of 
iti^her e^cation; and state policy makers. The significance of 
this report rests on the challenge presented to each of tliese 
four groups. 

While the focus of this pap^ is on the imda--repi^entation 
of women in educMional administrsdion in New Yoiic State, the 
report also has national implications. New York State LEAD 
participates on the National Leajtershsp Netn^rk Committee on 
the Status of Women in Educational Administration. Copies of 
this report will be sent to LEAD Vro^rams in all fifly states. 

This report is divided into four components: awareness, 
acc^s. advancement and aax>untability. It is an ac^on plan to 
insure gender equity in educational administration, lie are ao 
longer willing to be patient. We can longer afford to waste 
tal«it bec&itM of bias. Education for the 21st Century 
r^uires qu^ty leadership at all levels. 

The ^tninar participants reach^ consensus on the issue of 
tmder-repr^entatiou of women in educational administration. 
The intent is thM New York State demonstrate leaderehip 
addressing the issues that prevent women of quality from 
achieving equal opportunity. The desire is to provide school 
districts and school children benrlts from using the re- 
sources, e?cperiences, role models and talents of this untyped 
leadership pool. 
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The Process 



The CASDA Select Seminars fallow a very simple struc- 
ture b^ed u|K}n a set of guiding principles: 



w€fT§c to r^cct. and fo write. 

This Seminar was design^ to promote a reneweo cc:nmit- 
ment to enhancing oppcHtunities for women in educa- 
tional iidministrs^on. Education lesKters met for three 
consecutive d^ m. the Rensselaerviile Institute. This 
sequ^ter^ siting allowi^ the participants to commit 
the appropriate amount of time to their task— to discuss, 
to ^bate, and to reach consensus. As consensus was 
achieved v^y quickly, the emphasis shifted to the itevelop- 
ment of this action plan. 

The Seminars have been conducted in "protected 
environments"— aw^ from the work site, in quiet and 
theticaUy pleasing surroundings. We t^eve this clearly is 
a first step in communicating to participants that the 
Seminar is special and there are high e?:pectations that the 
deliberations of its members will have an imfxirtant result. 

3. The SemiMuw piatic^tans a: e the exp€Tt». 

We believe Uie Select Seminars have been successful 
because of the high degree of personal and professional 
resf^ afforded participants. Participants do extensive 
reeling for the Seminms. The individuals who pmticipated 
in this Seminar represented years of educational e3q)e- 
rience and educational training. They constituted the body 
of experts, 

4. Rales are '^checked, at the door." 

One's idea must stand on its own, debated, aci^ted, or 
discarded without reference to one's position, prior exj^- 
rience, or educmion. This Seminar included school super- 
intendents, principals, supervisors, professors, 
classroom teachers, and members of CASDA-LEAD 
Center. 

9 
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& Sembuxsrs ttre scJ^-gfov^iming mttit*^ with arganiX' 
ers sm'i^ng the grmip. 

The coordination of the ^minar was mamaged 1^ CASDA- 
LEAD Cento* staff. After provtdixfvg the initio stmuou e and 
on-going logistlcai support they worked to transfei* tlie 
governance and direction from themseh?es to the partici- 
pants. By the end of the Seminar it is fair to say that it was 
self-governed with the coordinators taking direction from 
the Seminar group. 

e. The experience is €ss importemt as the pretduct. 

All Seminar participants a^ee thM the proce^, the espe- 
rlence, is most important The report provides an in^Kjr- 
tant documentation of the experience and serves to 
validate for each of the participsints the energy and effort 
they expended, 
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Introdactton 



On a beautiful autunm Sunday in the first week of Ocrtober, 
thirty women and men administrators, aspiiingadminis- 
^^ors, univei.'sity educs^ors, and policy makers from cveiy 
com^ of New York State gathered at Renss^aerville Institute 
to discuss the role of women in ^lucational mlministration. 
The t^autifii! setting and wesAher were the focus (tf tiie earliest 
discussions and pirns for the days ahead. Gam^ on the lawn, 
antiquing, and long walks to the falls figured prominently in 
conversations as we m^e our introductions during the dinner 
hour. Howev^, durii^ our formal introduc^on to each other, 
when we gathered around the fireplace after dinner, our priori- 
ties changed. The fire was not lit, but sps^cs of understanding, 
mutual (xmc^m, c^^mixmtion. and a d^ire to reject the 
status quo illuminated the room, in a way that r n Hiysical fire 
could have, as this s^min^y diverse group of people sharcd. In 
example after €9£an^)le, their common frustration with the lack 
of ^ual opportunity for and the subtle bias against women in 
educMional administr^on. 

After a very personal introduction of her own about the firus- 
tr^ons and choice leading to her own success. Dr. Emily 
Feistritzer, the director for the National Center for Educational 
hiforms^on, i»"esent«i our o^^ing conference address. The 
demographics she presmted, on the r^resentation of women 
and minorities in administration, reaffirmed the universal 
truth of the i^^nal staten^ts we had expressed in our intro- 
ductions: gender equity has not only not been achieved, it has 
not even improved in any measurable degree. 

The nest morning dawned rainy and 0<(mmy, but rather than 
dampenii^ our enthusiasm, it s^med more to reinforce ouir 
common commitment to making a difference. The seminar had 
been structured to help us surface individual concerns, debate 
difference, and come to cx^nsensus. However, xm reached con- 
sensus so quickly in each of our individual groups th^ there 
was no ne^ to debate. Our challen^ was not what we could 
ag[€% on, but how to get where we £^eed we needed to go. The 
focus of the rest of the seminsu* became how to create an action 
plan that would not simply voice our common firustrations, but 
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would provide a vehicle to make gender equity in educ^onal 
administr^on in New York State an achieved reality in the very 
near future. 

The themp" of anrareness, sk:<%ss. advancement and account- 
ability emer^ quickly ^ we worked to move from the realms 
of rhetoric to Mose of realizable a'^tion. Our brainstorming 
produce*? everything from the impossible to the outlandish, but 
even here we reached a consensus about what could be 
a€ix)mplished and what o^uld not. Although we did not r^^n 
any of the outlandish plans, such meting equity through a 
statewide lottexy, we did include in our plan much that might 
^p^r difficult to those without our level of commitment to 
pnxiucing change. Our final consensus was that we had 
achieve:! a good plan, that we could bring others to our level of 
commitment, tha&. we could e^sect to see the plan implemented 
and i^th^ than worrying about being nice enou^ or aot 
o£fending anyone, we needed to risk equity. We invite you to 
risk it with us. 



We sliared...a 
common firustra- 
tion with the 
ladk of equal opiK>r- 
tunity for and 
the subtle bias 
against women in 
educational 
administra- 
tion, ff 
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A View From the Inside: 
An Action Plan 



*To All My New Seminw Friends, 

Thank you for openmg your mmds and your hearts, Jbr 
sharing your thoughts, successes and missed 
opportunities.,.to be port of this marvelous process has 
been a Joy, and we leave our Select Seminar Report os a 
gyt to.,.those who are only now becoming €uvare, those 
who are taking the Jirst unsure steps to access, those who 
find the strength to advance, and those who have the 
courage to dare to suggest accountability.*' 



It is in the spirit of these remarks that the partici- 
pants reached a>nsensus on tlie foUowmg action plan, a 
plan that is perceived as a vehicle to substantially incres^ the 
number of women in educational administration positions. In 
order to aca>mplish this goal, educators must becx>me aimre 
that there is a severe problem of under-representation. Second, 
the educational community must encoiu'age and provide 
access to those women who will make that difficult decision to 
become the n^ded leaders of our schCK>ls. Third, opportimities 
to advance must be made a^raiiable to women so that our edu- 
cation system at the highest levels can take advantage of their 
strengths. And fourth, all must be held accountable for ensur- 
ing that capable women beasme and stay administrators. 

There are fotu groups which can make the most difference in 
increasii^ the number of women administrators: school dis- 
tricts, professional associations, higher education, and policy 
makers. We offer each of them specific awareness, access, 
advancement and accountability action steps to use in the 
process of improving the representation of women in educa- 
tional administration, a process which we believe will improve 
educati' SI at all levels for our students. 
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I. Awareness 



** The oppor- 
tunities for 
intellectual 
stretching were 
fabulous I 99 



Thanks for a 
great experience. 
The discussion 
heightened the 
awareness that the 
issue of equity 
has not yet been 
resolved, 99 



Awareness of the issues smrounding equity for women 
in educational administration is a first concotu Select 
Seminar pardcipantf^ quickly a^^eed that women are under- 
represented in educational alministr^on positions both 
nationally and in New York State. For example, although 
women ojmprise 65% of the national teaching for<«, only 4% of 
the superintendents, 10% of tlie secondary principals, and 30% 
of the elementary principals are women (Feistritz^ et al., 
1988), TTiere are fewer women in educational administr^on 
today than in the early part of the 2mh Century (Shakeshaft, 
1987). 

In New York State, the Sgur^ are c^nqtarable. For example, 
in 196&-69, 2% of ihe superintendents, 5% of the secondary 
principals, and 22% of the dementaiy principals wore women. 
These figures increased in 1987-88 to 4% of the superintend- 
ents, 13% of iLlie secondary principals, and 28% of the elemen- 
tary principals (New York State Education Department, 1988). 
WhUe the percentages of women in educational administration 
positions has been increasing, these f^rc^itages have not 
been keeping pace with the per€«ntage of women receiving 
doctoral and master's degr^s or New York State cortification in 
educational administration. Women earned 50% of the doctond 
deuces and 54% of the master's degrees from 1984 to 1987, and 
50% of School District Administrators certificates in 1985 (New 
York State Education Department, 1988). The participants 
agr^ that women are under-represented in education^ admin- 
istration positions at ALL levels in New Yoiic State. Despite 
their ^uity in formal training, the pm:entage of women 
employed sm educational acSministrators is nowh^^ near 
equity. The problem of gender ^luity in educational adminis- 
tmtion is hardly tetter than twenty years ago. 

The Select Seminar participants are in a^^eement tliat school 
districts, professional organizations, high«- education, and 
state poHc^ makers all share the resjM^nsibility to €ac&iim an 
mulefstandiiig of why there are so few women in educational 
administration. In addition, this is a societai issue, and educa- 
tors must take a leading role in bringing about the n^ded 
change. The first step is to create an awareness of the problem 
in the educational community. 
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I^cism is fre- 
quOTtly blatant 
and relatively 
easy to identify; 
sexism is subtle, 
more difficult, 



The first prob- 
lem for all of us, 
men and women, is 
not to learn, 
but to unlearn. " 

Gloria Steinem 



School District ResponsQiUtties: 
® Pre vide required in-seivice opportunities for teacher3, 
adm inist^ors, aad schcK>I board memt^rs on issues of 
genc'er equity in educational administration 

• Meet periodically with otliM" educators on gender equity 
issu&'> 

• Keep abreast of current Swires, literature and programs 
that Si^ to address gender ^juicy in educational 
administration 

Professional Association ResponsibUities: 

• Provide sessions at association meetings on gender equity 
such as the New Yoxis State Superintendents AsscMiiation's 
workshop on '^Moving In/Moving Up" 

• Provide in-service opportunities on gender equity for 
school districts 

• Develop a vida)t^}e on ^nder equity in educational 
administnition for distribution around the State 

• Disseminate literature on ^nder equity in educational 
administration 

• Hold joint sessions with other professional associations 
on ^nder equity issues in educational administration 

• Hold a pr^s a>nfcren€^ to publicize this Sel&:t ^mimtr 
report 

• Ur^ the New York State School Boards Association to 
publish a position p^>er on 'The Status of Women in Edu- 
cational Administration** 

Higher Educotton R&ponsibilities: 

• Provide research and data on gender equity in educational 
administmtion 

• Develop model genc^ &|uity programs 

• Place gender equity issues in the educational administra- 
tion curriculum 

State Policy Maker Responsibilities: 

• Publish data annually on women in iducational SKlminis- 
tjr?jtion positions 

• S{jonsor state-wide awareness workshops >n gender 
equity in educational administration for representatives 
£rom school districts, professional associs^ons, higher 
education an^ * state policy makers 

• Dl3semin£d:e literature on ^nder ^uity in educational 
administration, including distributing this Select Seminar 
report 

• Develop a vid^t^^ to use in presentations to (X>mmimity 
and business groups in New York State 
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We need to be 
achieving admin- 
istrative positions 
based xxjK^n our 
qualifications/ 
CTperience and 
because we are 
the person 
for the ^ b, not 
because of 
our gender. 9f 
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A View From the Inside: 




IL Access 



First I am a 
husband and 
father and also 
a superintendent 
of schools, two 
roles which I 
take eaually and 
seriously. 
The topic of 
women in 
administration 
scares me. 
It*s not something 
rve thought about 
a great deal. 99 



If women are to ovemime the barriers and succ^^fuUy 
access educational adininistration positions, attention 
must im given to three major areas: 1) recruitment 2) ^iucation 
and 3) plac^menL Once again school district professional 
associa^ tons, institutions of hi^er education and state |K>licy 
makCA s must tsCss the lead in providing women with acc^s to 
educ^onal administration positions. 

RecniiSment 

Sch€K>l Disrtict R^ponsibiliti^: 

• Identify women educators who would make strong 
administrators 

• l^pport women financially and/or through relea^d time 
so th^ can continue their education 

• Provide r^ximn^ndations of potential candidates to insti- 
tutions of higher education 

• Invite universities and {Htifessional as^ciations to recruit 
in their district 

Prnf^sional Association ResponsibUiii^: 

• Establish a data bank of prospective women 
administrators 

• Hold seminm-s on careers in educational administration 
for women 

• Recommend ^tential candidates to institutions of higher 
educ^on 

Higher £kiucatfon Resj^nsibiliti^: 

• Provide outreach activities to school districts and profes- 
sional associations to identity potential women 
administrators 

• Provide advisors who ai^ exi^denced and sensitive when 
advising potential women candidates 

• PnDvide financial sup|K>rt for targeted women 

• Provide specific activities for the reatdtment of women 

State Policy Maker Responsibilities: 

• Provide financial support for women candidates 

• Provide a state-wide d^ bank of potential candidates and 
training institutions 
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Eilueaticm 



The old boy 
network does 
not ^st for 
women, 



It is not just 
men who are 
the problem. Not 
enough successful 
women teachers 
and administra- 
tors support 
aspiring women 
administra- 
tors. 99 
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SchcKJl District ResponsibiUti&s: 

• Provide paid int^nships for Wf jmen adxninistrators with 
^propdate motors 

• Work with higher education institutions, school districts 
and professional associations to support women 
candidates 

Prfjfessional As^M^iation Responsibiliti^: 

• Provide strong mentors for prospective women 
administrators 

• Provide support groups for prospective women 
administrators 

Higher Education Responsibilities: 

• pnovide a curriculum which emphasizes stren^hs of 
women in administration 

• Provi^ strong internship/mentoring pro^mi for pros- 
pective women administrators 

• Provide support groups for women administration 
candidates 

• Provide a detailed assessment of their strengths and weak- 
ness^ to prospective women administrators 

State Policy Mixker Responsibilities: 

• Grant administrative certification only to graduates of ci- 
tified programs 

• Strengths certification r^uirements for higher educa- 
tion programs 

• Provide incentives for creatiire approaches to educating 
women administrators 

• Provide support for strong intemship/mentoriiig pro- 
grams for prospective women administrators 

&:hool District ResjM)nsibUitiest 

• Actively recruit women administrators 

• Hire women for administrative jKisitions 

« Provide mentor support after placement cf women 
administrator 

Professional Association Responsibilities: 

• Provide placement workshof^ 

• Provide a placement data bank 

• Provide mentor support after women achieve an adminis- 
trative position 

• Provide support groups for women administrators 

• Monitor school distrirts' placement practices 

cl 
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Higher Education ResponsfbiliU^: 

• Provicte active placement services for women graduates 

• Hold workshops on securing fKisitions 

• Link with scrhool cUstricts and pmfi^sional associations 
on placement and support activities 

• Hold wOTkshops for school boards ^d administrators on 
the benefits of placing women in admiiiistrative positions 

State Policy Mcdcer Respansibiliti^: 

• I^ovide sup|x>rt for networking and plsK^ment activities 
for women educational a^ninistration candid^es 

• Provide, along with professional associations, a placement 
data bank for prospective women adminlstarattors 

• Monitor plaxrement records of schcK>l districts to ensure 
that the current civil riglits laws are being obeyed 
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• Men, their 
rights, and 
nothing more; 
women, their 
rights, and 
nothing 
less, 

Susan B, Anthony 
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To be a part 
of change is, for 
me, the most 
rewarding aspect 
of education. 
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IIL Advancement 



Women have 
all the technical 
CTpertise, but 
there aren't a lot 
of advancement 
strategies. 99 



Once a woman has gained access to an s^ioiinistrative 
position, mechanisms need to lie in pla !e to ensure 
retention and adt^cement. During the S«>ndiiar(Uscussions it 
t^came clear that the imfK^dlments to SLCc^i may also serve to 
impale professional de^opment and ad^oic^m^t. The 
Seminar participants indentified three str^^es that need to 
be supported hy school dis^cts, professional associations, 
high^ education and stMe ^ii€^ makei^ in cnd^ to support 
the advancement of women admini^rators: mratmiBg, ntt' 
ironing and profesnional development. 

These three strategies can be used to facilitatf^ needed re- 
structuring and school improven^t Th^^ is incr^sing evi- 
dence that many wom^ have particulm* stren^hs in shon^ 
decision maldiig and coHaboi^on (Shak^haft, 1987; Boneu, 
1990), which are a>merstones to inq>roving schools. There- 
fore, supporting str^egi^ that heln women with these 
r^uired skills to attvanc^ in educaUonsd administration c^ 
assist the n^ded r^tru<^urii^ of schools. 

Additionally , these three strategies need to be placed in the 
context that both men and women have inappropriat e stereo- 
types about what each can aicc»mplish as an educ^onal 
administrator. For ^cample, women make better assistant 
supeiintendents of personnel because they ^ more nurturing 
than men. Or men make better assistant superintendmts of 
business because they are better with figures than women. 
These ster^^ypes, like n^y stereotypes, hinder the in^nsve- 
ment of education 1^ limiting opporttmiti^ for c»mpetent 
adn^iinistrators to advice in their cho^n field. Thus, any 
recommendations ahout mentoring, networking, and profi^- 
sional development must incorporate the need to eliminate 
stereotypes in order to enhance the profession of educational 
administr^on. 
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I know I need 
to do more, but 
whgrt:? The best 
I can ofifer now is 
to mentor, to help, 
to listen. Send 
me people and HI 
do thaL 99 
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Whatever 
women do, they 
must do twice 
as well as men 
to be thought 
to be half 
as good. 99 

Roscdyn Yalow 



Mentoring is defined as guidance, trmning and support, and 
one-on-one counseling that can be botli formal and informal. 

Schcml Dtstrict ResponsQnliti^: 

• Require that all new administrators have a mentor 

• Require mentors to trained 

• Encourage current lubninistrators to became mentors 

Prqf^sional Association R&^nsibiliti^: 

• Develop and house n^tor programs in regional centers 

• Prodde mentore to assist sc1kk>1 districts 

Higher EdutmUon B^ponstbUiti^: 

• Develop training prc^ams for mentors 

• Provide research and eveluation data on administrative 
mentoring programs 

State F^Ucy Mokar ResponsibiUti^: 

• Fund a mentor pro^-am for all new ^ministrators 

I^tivorldBg: 

NetwoxMng is defined as a support ^tem within which one 
can move from one-to-one relationships to broader relation- 
ships. The netm>xte can promote awareness about common 
issues of women educMional admmlstrators, provide suppoit 
and provide access to information about available positions in 
educational administration. 

Sch&Jl District Res;^r^ibUities: 

• Provide time and financial support for administrators to 
network by allowing and encouraging them to attend net- 
working meetings. 

Professional Association R^ponstbUities: 

• Invite womei: to network within the context of their cur- 
rent structure 

• Develop networking opportunities specifically for women 
educational administrators 

Higher Ekiucation Responsibilities: 

• Emphasize the importance of networking to women 
administration students 

• Introduce women students to e^dsting networks 

St€Ue Policy Maker Responsibiliti^: 

• Provide opportimities for women administrators to link 
with state {xslicy makers 
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Professiosiai development focuses on continued personal 
and professmnal ^wth. 

^hool District Responsibilities: 

• Encour^e and prodcte time and finanoial support for 
women administrators to attend prol^^sional develop- 
n^nt activiti^ 

Prqf^^iorml Org€miz€^ions Responsibilities: 

• Pnjvide access to normal provisional development activi- 
ties to women administrators 

• Provicte social prctfessional development activities for 
m>men administi^ors 

Higher Educoition R^ponsibUities: 

• Provide specific professional development programs for 
women administrators 

State l^Ucy "Jolc^ R&ponsibiUties: 

• Provide financial supiK)rt for the creMion of professional 
development centers for women a&ninistrators 



' * I never notice 
what has been 
done. I only see 
what remains to 
be done. 99 

Madiun Curie 
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iV. AccountabiUty 



It is threads, 
htindreds of tiny 
threads, which 
sew people togeth- 
er through the 
years. So, too, 
is this true 
of those who 
join the 
fight to change 
the system, f 9 



^JL^ istorically, the issue of sex equity is not. new. In 
Jk A New YoTh State, women have b^n voicing the need for 
equity sinc% the Seneca Falls Convention in 1848. Seventy-two 
years after the Convention won^n were given the constitu- 
tionai ri^t to vote, and in times of war the^*^ wene given the r^t 
to do "men's" jobs while ihe mea were busy fighting. In the 
196(^ and early 197(^ the issue of sex equity once again 
became a topic of great debate. Women rais^ their elective 
voices requesting more than the ri^t to vote and ths privil^^ 
of being employed in times of war. Some c f the issues raised 
were addr^sed on the federal level throu^ Title K and on the 
state level in a 1972 R^ents* Position Piq>er. Because the 
equity issues raised in this Select Seminar have t^n hear d so 
often in the past, many people think that there is no longer a 
need to have them raised again. Howev^, esi^dally in educa- 
tion, the attempts to address equity hatre met with little suc- 
cess as evidenced in the "Awax^ess" section. 

We can not simply raise the issue of gender equity in educa- 
tional administration one more time; to be successful, a plan 
that requires school district, professional associations, 
higher ^lucation, and policy makers to be ac<x)tmtable for 
making gender ^uity a reality in the educ^onal administra- 
tion in New York State is needed. 

The Exc^ence and Accountability Program of the State Edu- 
cation Department has paved the way for the Select Seminar 
plan through its emphasis on using out€X»mes as the bench 
marks of succ^s. This same progi^m also points to the n^d 
for resolving social action issues in a three-step program: first, 
heightening awaren^^; then, promoting acceptance; and 
finally, mandating policy. The mandates of the plan for ac- 
countability would take the form of amendments to the regula- 
tions of the Commissioner and be a comiK)nent outcome 
r^uired hy the Excellence and Accountability Program. 

Scfwol District Regulations: 

• Generate a Gve-year plan deUne^ing tiieir action plan for 
hirii^ and retention of women administrators in their 
district. 

• Establish goals for th^ five-year period based on an aggre- 
gate expectation established by the Board of Regents; this 
aggregate expectation will xt^quire 19^: 

—40% of the principals and assistant principals in New 
York State will be women 

—20% of the superin**»ndents and assistant superin- 
tendents will be women 

—10% of district superintendents will be women 
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*' We will make a 
difference, if we 
rantinue in the 
spirit of coopera- 
tion and be 
persistent in 
reaching the 
goals which came 
out of this 
seminar. " 



"we must do 
the things we 
think we 
cannot do, " 

Eleanor Roosevelt 
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Pmqfessiofiai Ass€}€iation R&flilations: 

• Establish region^ Advocacy Centers and Clearing Houses 
for women admimstr^ors 

• Establish with school districts and institutions of higher 
education regional Prof<^ionai Administrative Mentoring 
Programs patterned on the Teacher Mentor Program 

Higher ^uccLtion R^rulotions: 

• Generate a five-year action plan to support the training of 
women administrators 

• Sup^rt the establishment of regional Professional Ad- 
ministx^ve Mentoring Prc^^ms and Advocacy Centers 
and Clearing Hous^ for women administi^tors 

State Policy Mak^ Regulations: 

• Review and report annually on each school district*s 
action [dan for hiring and retention of women educational 
^^iministrators as a oomjKtnent of the rs-r^istration 
pro<^«s 

• Review and report annually on the success in hiring and 

retaining mimeii district superintendents 

• Provide a financial aid incentive for each district which 
m^ts or exceeds it goal (not to eK;ce^ statewicte 5% of the 
salary of women administrators hircd as a r^ult of this 
plan} 

• Strei^then the registmtion process for hi^er education 
administration training programs including reviewing and 
reiK)rting annually on each institutitin of higber educa- 
tion's action plan for improving the education of women 
administrators and providing financial aid incentives for 
each institution which m^ts or ^ceeds its graduation 
goal. 

• Fund regional Professional Administrative Mentoring 
Programs 

• Fund i^ional Advocacy Center and Clearing Houses for 
pot^tial women administrators 

• Provide support for equity fellowships and internships 

• Establish the position of Assistant Commissioner for Edu- 
cational Equ ity and chaige that office with overseeing the 
process for providing technical assistance to districts, 
promoting articulation with professional groups and insti- 
tutions of higher education, monitoring district and state 
outcomes, initiating program development, and promc^ing 
public awareness to increase the number of women in 
educational -sdministration positions. Consistent with 
similar Assistant Commissioner positions, this office 
would enable the State Department of Education to cea- 
tralize all the gender and other equity related activities 
presently diilused through its many offices and would pro- 
vide a strong program development focus. 

29 



It is the hope of this Select Se&iUaar tua ti^ issues 
presented and the ac^on plmsc»ff«r&d will ensut^ that 
gender ^[uity for women in educ^onal ^ministiiE^oa will no 
longer be ignored by any of the eoiisti€Ue:0des of the educa- 
tional community. It is further hop^ tlsat i:^ teing a l^d^ in 
promoting gender equity, the public; ed^c^on cornmunity in 
New York State will fulfill its fimdameAfasi role a3 aproowter of 
societal change. Such a role will pravite Nev^Yor^ State child- 
ren with the leadership and e»perie»Ge of atoinistratcffs who 
are truly representative of the most c^ari^le ^men and men in 
education in the state. 



"Get involved, be vocal, dont be tatimiAatml, be a 
^Hisitive role model Women dorutne^djust an open 
door; they need cut escalator fc? rmvss them up, 
Jorward, and higher,** 
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AftenvoTd 

The Select Seminar's Report concludes that an action 
plan is not enougli. To emph^ize the commitmmt of both 
the seminar participants and the CASDA LEAD program, the 
following ^:tivities have been or wiU be scheduled. 

...Presentation to the Commissioner's Statewide Advisoiy 
Council on Equal Opportunity for Womm, January 1990 

...Traimng Seminar for Aspiring Administrators, April 1-2, 
1990 

...Stat^vide Conference, April 6, 1990 

...Mentor/Shadowing Fellowship Program 

...Participation in the National Study Committee*s Devel- 
opment of a Resource Manual, "Strengthening, Support 
and Recruitment of Women and Minorities in Administra- 
tive Positions." 

...Collaboration with Masschusetts LEAD to develop a 
traimng video for aspiring administrators. 



^'Whatever you con do, or dream you can, begin it* 

(Goethe) 

...By using the How to Proceed Page that follows. 
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HmD to Proceed 



Determine what information you want What questions 
do you have about administrative sta£Bng in your st^? 

Possible questions: 

• What percentage of females are schcK)! adnmdstitEtors? 
What is the breakdown by administrative positions? 

• What percenti^ of minorities are school administrators? 
What is the breakdown by administrative positions? 

• What have been the staffing trends within the state/region- 
al districts over a period of yeare? 

• How is r^irement going to affect fiiture administrative 
staf^g? What are the state retirement projections for the 
building-level and omtral office positions? 

• What are the charact^stics (race/ethnicity/^nder) of the 
emerging ^plicant {kxjI enrolled in university educational 
administration pro-ams? 

• What percentage of individuals are certifi^ in administra- 
tion but are ncA in administrative iMJsitions? 

Certainly many oth^ questions and areas of concmi can be 
generated. Other studies m^ facilitate this thinldng. Don*t do 
overidlL Start with brjsic quantitative questions; when they are 
answer^ more complex concerns will arise. 




